Generation Ys are known as a lazy, demanding, and ungrateful generation, especially at work (Alch,
Introduction
Generation Y is a generation of workers born and growing along with rapid technological advances. There are various stereotypes about the workings and attributes of Generation Y. They are seen as lazy, demanding, and less thankful generation, especially in working (Alch, 2006) . Other judgments also see Generation Y as job-hoppers, needy, and selfish (Gani, 2016) . Many Generation Y's qualities of work are doubtful, one of which is the work engagement they have. Based on survey results from Gallup (Willoughby, 2011) , 71% of Generation Y employees are not engaged and tend to turn over from their work. This is far more than any other generation. Some of the reasons for this behavior are that Generation Y is less likely to work on jobs that are less challenging, meaningful, and improve quality of life (Berg, Dutton, & Wrzesniewski, 2003) . Taken together, it seems that Generation Y tends to have lower work engagement. Schaufeli, Bakker, and Salanova (2006) defined work engagement as a state of mind filled with work-related positive things, characterized by vigor, dedication, and absorption. Vigor is a high level of energy and mental resilience when working, as well as willingness to try more in a job and persistent in the face of adversity. Dedication is a strong self-involvement in a job, feeling meaningful, enthusiastic, inspired, proud, and challenged. Absorption is an effort to concentrate fully and feel happy with work so time passes so fast and focus hard on his work. By having a high work engagement, it will prevent employees from being lazy, job hoppers, quitters, and slackers.
A study revealed that Generation Y employees basically want a job that gave them the opportunity to play a meaningful role and do meaningful works (Martin, 2005) . Steger, Dik, and Duffy (2012) saw meaningfulness towards work not just what the meaning on the work itself, but also how the work was able to give significance and positive impact for employees (meaningfulness). It is not just the meaning of the work, but also how the work is able to significantly and positively impact the employee. The term "meaningfulness" is used to emphasize the importance of how confident the employee is that they work is significant or important (Rosso, Dekas, & Wrzesniewski, 2010) .
If an employee sees his work as meaningful, the employee will be increasingly motivated to give more to the job and will make him more engaging in his work. In addition, employees will also be more satisfied when their psychological needs are met through the meaning they get from work (Jacobs, 2013) . Therefore, efforts should be made to make employees feel the meaningfulness of what they do so that they can become more engage and feel satisfied with their work.
The other factor that is expected to increase work engagement is Psychological capital (PsyCap) PsyCap is defined as a state of positive psychological development with characteristics: (1) having the confidence to select and exert the necessary effort to succeed in tasks (self-efficacy); (2) make positive attribution of current and future success (optimism); (3) be diligent in achieving the objectives and, when necessary, divert the means to achieve the goal in order to succeed (hope); and (4) when troubled, employee can survive and rise again even beyond the original state to succeed (resiliency). The idea of the role of PsyCap derived from positive psychology that is specifically used to maintain harmony between personal and organizational goals and work conformity (Luthans, Youssef, & Avolio, 2007) . PsyCap can serve as one of the individual resources affecting his work engagement. Building character of employees based on resources owned in PsyCap will be aligned in their development of work engagement. Employees with high levels of PsyCap will be attached and more enthusiastic with their work, or in other words, have more attachment to their work (Avey, Reichard, Luthans, & Mhatre, 2011) . Other studies have also shown results that there is an influence of PsyCap to work engagement (Simons & Bultendach, 2013) .
Based on those descriptions, this research will try to prove that work engagement on Generation Y can be improved through PsyCap and work meaningfulness. This research is important because there are so many stereotypes about Generation Y employees and that there is still lack of research, especially in Indonesia, which involves all three variables altogether on Generation Y employees. There are questions that try to be answered in this research: 1. Is there any relationship between PsyCap and work meaningfulness with work engagement on Generation Y employees? 2. Is there any significant influence of PsyCap and work meaningfulness altogether with work engagement on Generation Y employees?
Theoretically, this research is expected to add insight in the study of work engagement in Generation Y. Practically, this research is expected to increase awareness of the importance of work engagement, PsyCap, and work meaningfulness for the effectiveness and productivity of employees, especially on Generation Y.
Methods
Sample. The sampling method used for this study was non-probability sampling with convenience sampling as the technique, based on the ease of obtaining the sample (Gravetter & Forzano, 2012) . Researchers gave online questionnaires to Generation Ys who work actively in the area of Jakarta and surrounding areas via social media (Facebook, Instagram, etc.) . The characteristics of the participants were being actively employed in one company, both public and private, in Jabodetabek and acquired bachelor degree or equivalent as their level of education, with age range from 18 years to 37 years in the year of present study conducted (2017), and willing to participate in in this research. Final data collected from 52 participants: 32 were female (61.5%) and 20 were male (38.5%). Their education varied from bachelor degree or equal (96.2%) and master degree (3.8%). Most of the participants were from Jakarta, aged 23 years (M = 22.96, SD = 1,252), and had working experience for about 1 year (M = 13.88, SD = 13.26). In addition, most participants also work in private companies and are at the staff level. The descriptive results for the participants can be seen in Table 1 . Research Design. This research used quantitative research method. The type of research used was survey research design, with the aim to obtain an accurate picture of the sample to be studied (Gravetter & Forzano, 2012 Daniswara (2012) . The questionnaire consists of four dimensions, namely self-efficacy, hope, resilience, and optimism, and responded by using Six Scale Likert Scale from number 1 (strongly disagree) to 6 (strongly agree). The reliability for PCQ also shows consistency, with 0.893 for the alpha Cronbach value with the level of validity for the items ranging from 0.208 to 0.675. Reliability value for the four dimensions that exist in PCQ is also showing consistency, with the value of alpha Cronbach ranging from 0.645 to 0.803. Although there are two dimensions have a value below 0.8, the researchers did not reduce the item in it because this PCQ have previously been tested and had been deducted in the previous study. The item-total correlation value for each item is also not below 0.2.
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Researchers also adapted meaningfulness scale from Work And Meaning Inventory (WAMI) from Steger, Dik, and Duffy (2012) . The questionnaire consists of ten items of statements responded by using Five Scale Likert Scale from number 1 (strongly disagree) to 5 (strongly agree). This questionnaire also has good reliability, with 0.889 for the alpha Cronbach, The item-total correlation ranged from 0.382 to 0.779. These results show that UWES-9, PCQ, and WAMI are consistent and valid to measure each variable.
Procedure. First, researchers gather resources for the questionnaires and adapt the questionnaires to Indonesian language. After that, researchers created an online survey and spread the information link to collect data. 52 data has been collected and been analyzed to see the validity, reliability, correlation, and multiple regression for each variable.
Results
Before doing the correlation and regression test, the researchers looked at the distribution of data from each measuring instrument and obtained the result that the distribution of existing data is normally distributed (p > 0.05). The total score obtained for work engagement ranged from 15 to 49 (M = 36.21, SD = 8.09). The score obtained for PsyCap ranged from 63 to 120 (M = 90.92, SD =11.57). The total score obtained for work meaningfulness ranged from 22 to 49 (M = 36.54, SD = 6.42). The descriptive statistics can be seen in Table 2 . Next, correlation analysis was conducted. The analysis showed that there was a positive, moderate, and significant relationship of PsyCap and work engagement (r = 0.597, p <0.01). Positive and significant relationships were also found in the four dimensions of PsyCap with the three dimensions of work engagement. A positive and strong, and significant relationship was also found between work meaningfulness with work engagement (r = 0.765, p <0.01). Based on these results, it indicates that both PsyCap and work meaningfulness have a positive and strong relationship with work engagement which shows that when the PsyCap or work meaningfulness in the employee is high, then the work engagement owned by the employee should also be high. It will also happen vice versa. The correlation test results between variables can be seen in Table 3 .
At final stage, multiple regression analysis was conducted. The results of the regression indicated the two predictors explained 65.1% of the variance (R 2 = .651, F(2,51) = 45.66, p < 0.05). It was found that PsyCap significantly predict work engagement (B = 0.204, p < 0.05). Meanwhile, work meaningfulness also gives a significant effect (B = 0.784, p < 0.05) on work engagement. The regression equation obtained from this regression test is Y = -11.003 + 0.204 PsyCap + 0.784 work meaningfulness + e. Multiple regression test results can be seen in Table 4 .
Discussion & Conclusion
Discussion. Based on the results of this study, it was known that there was a significant influence of PsyCap on work engagement. This is consistent with previous studies, both from Indonesia (Daniswara, 2012; Nugroho, Mujiasih, & Prihatsanti, 2013) and United States (Hodges, 2010; Sweetman & Luthans, 2010; Seaton, 2011) . Meanwhile, work meaningfulness also known to have a positive and significant influence on work engagement. This is also in accordance with previous studies (Jacobs, 2013 , van Zyl, Deacon, & Rothmann, (2010 ; Geldenhuys, Laba, & Venter, 2013) .
PsyCap is one of the most positive and important resources to existing in the individual while working (Luthans et al., 2007) . By building the character of Generation Y employees based on resources in the form of PsyCap, it will be in line with the development of their work engagement. Employees with high self-efficacy will increasingly believe in their ability to work and finish their tasks. Hope and optimism will also make employees have high expectations of what they are doing and what they can achieve. They also will not easily fall when faced with challenges if they have resiliency. Therefore, with the existence of these resources can help the Generation Y employees to develop the characteristics needed to become more engaged in their work. Meaningfulness also is thought to have an impact on work engagement through the notion that individuals have an inherent drive to find meaning in their work. If individuals perceive their work to be personally meaningful, they are likely to be motivated to invest more of themselves and, henceforth, become more engaged in it. Conversely, if one lacks meaning in their work, they are likely to alienate themselves or become 'disengaged' from it (Jacobs, 2013) .
Nevertheless, there is a weakness for this research. This research tried to see things that can improve work engagement on Generation Y in Jakarta and surrounding areas. However, this study still needs to be enriched by collecting more participants for all of the areas to widen the perspectives. Despite that weakness, this research is expected to be one of the contributions and able to inspire other researchers to examine more deeply the relation and the influence of PsyCap and work meaningfulness to work engagement. Future research is expected to be better able to see more specifically and maximize the data obtained (e.g. differences between sex, age group, length of service, etc.). Interviews with some respondents can also enrich the results of the study.
Conclusions. The conclusion of this research is that there were positive and significant correlations between PsyCap, work meaningfulness, and work engagement, especially in Generation Y employees. The four dimensions in PsyCap and the three dimensions in work engagement also had positive and significant correlations with each other. Results also showed that together, PsyCap and work meaningfulness could affect work engagement positively and significantly in Generation Y employees. 
